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ABSTRACT

The United States Training and Employment Service
General Aptitude Test Battery (GATB), first published in 1947, has
been included in a continuing program of research to validate the
tests against success in many different occupations..The GATB
consists of 12 tests which measure nine aptitudes: General Learning
Ability; Verbal Aptitude; Numerical Aptitude; Spatial Aptitude; Form
Perception; Clerical Perception; Motor Coordination; Finger
Dexterity; and Manual Dexterity. The aptitude scores are standard
s scores with 100 as the average for the general working population,
and a standard deviation of 20. Occupational norms are established in
terms of minimum qualifying scores for each of the significant -
aptitude measures which, when combined, predict job performance. .
Cutting scores are set only for those aptitudes which ‘aid in
predicting the performance of the job duties of the experimental
sample. The GATB norms described are appropriate only for jobs with
content similar to that shown in the job description presented in
this report. A description of the validation sample and a personnel
evaluation form are also included. (AG)
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FOREWORD

The United States Employment Service General Aptitude Test Battery
(GATB) was first published in 1947. Since that time the GATB has
béen included in a continuing program of research to validate the tests
against success in many different occupations. Because of its exten-
sive research base the GATB has come to be recognized as the best
validated multiple aptitude test battery in existence for use in
vocational guidance.

The GATB consists of 12 tests which measure 9 aptitudes: General
Learning Ability, Verbal Aptitude, Numerical Aptitude, Spatial
Aptitude, Form Perception, Clerical Perception, Motor Coordination,
Finger Dexterity, and Manual Dexterity. The aptitude scores are
standard scores with 100 as the average for the general working
population, with a standard deviation of 20.

Occupational norms are established in terms of minimum qualifying
scores for each of the significant aptitude measures which, in
combination, predict job performance. For any given occupation,
cutting scores are set only for those aptitudes which contribute to
the prediction of performance of the job duties of the experimental
sample. Itis important to recognize that another job might have the
same job title but the job content might not be similar.  The GATB
norms described in this report are appropriate for use only for jobs
with content similar to that shown in the job description included in '
this report. ' B ‘

Charles E. Odell, Director
U.S. Employment Service
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GATB Study #2717

DEVELOPMENT OF USES APTITUDE TEST BATTERY
' for

Manager, Restaurant or Coffee Shop (hotel & rest.) 187.168-126

S-425
This report describes research undertaken for the purpose of developing General

Aptitude Test Battery (GATB) norms 'for the occupation of Manager, Restaurant or

Coffee Shop (hotel & rest.) 187.168-126. The following norms were established:

GATB Aptitudes Minimum Acceptable
: GATB Scores
V - Verbal Aptitude @ 85
Q - Clerical 'i’erception 95‘
K -.Motor Ce_ordination : 90

RESEARCH SUMMA.RY

Sample: 76 (75 mala and 1 female) workors employed as Managers and Assistant Mnag.rg o.t

quick service dr:.ve-:.ns ‘with standard menu in North Carolina, South
Carol:.na, and Virg:.n:.a.

Criterion: Superv:.sory ratings,

Design: Concurrent (test and criterion data were collected at approximately the
same timz).
Minimum aptitude requirements were determined on the basis of a job
anal;sis and statistical analyses of aptitude mean scores, standard

deviations, aptitude-criterion correlations and. selective efficiencies.

Concurrent Validity: Phi Coefficient = .25 (P/2< .025)

Effectiveness of Norms: Only 64% of the nontest-selected workers used for this

" study were good workers; if the workers had been test-
selected with the S=~425 norms, 76% would have been good
workers. 36% of the nontest-selected workers used for

_ this study were poor workers; if the workers had been
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test-selected with the S-425 norms, only 24% would have
been poor workers. The effectiveness of the norms is

shown graphically in Teble 1:

TABLE 1
Effectiveness of Norms ‘
| _ Withoue Tests With Teste
Good Workers N 64% | _ 76%
Poor Workers 36% . 24%

SAMPLE DESCRIPTION

Size: N= 76

Occupational Status: Employed workers.

ﬂ:rk Setting: Workers were employed at Hardee s Food Systems. Inc. and Ray's

Restaurax:ts, Ine, in Nerth Carolina, §outh Carelina, and Virginia,

Employer Select:.on Requa.rements.

Educa.t:.on' ' H:Lgh school gra.dua.te preferred but not a firm requ:.rement
Preﬁous Experience: None | » |
Tesvi.:sx:‘ None | -
Other: Personal Iaterview
Principal Activities: The job duties for each worker are comparable to those
shown in the job description in the appendix.

Minimum Experience: All workers in the study had two months or more experience on

the job.

TABLE 2

Means, Standard Deviation (SD), Ranges, and Peavson
Prcduct-Moment Correlations with the Criterion (r)
for Age, Education, and Experience

Mean SD Range r
Age (years) ' 3343 10.0 18-57 .002
Education (years) 1.5 . 1.8  7-16 .115
Experience (months) 24.6 =~ 18.2 2-78 .170
(e}
-
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EXPERIMENTAL TEST BATTERY
All 12 tests of the GATB, B-1002B were adm1n1stered durzng the perzod from

November 1967 to March 1968.

' CRITERION
The criterion data consisted of supervxsory ratings of ]ob proflcz.ency.
Ratings and reratings for each worker were made by area supervisors approxi-
mately the same time as tests were administered with a time mterval of at least

two weeks between ratings,

Rating Scale: The USES Descrzpt:l.ve Rating Sca].e, Form SP-21, was used. The
scale (see Appendix) consists of nine items of employes
performance with f:.ve performance levels shown for each item,

Reliability: The coeffzczent of reliability between the two ratings was ,83
: indicating a significant relationship, The finali criterion
conszsted of the combzned score of the two ratmgs.

Cr1ter10n Distribution: Poss:.ble Range° 18-90
Actual Range: 40-86
Mean: 62,3 -

Standard Deviation' 10,0 -

Cr1ter10n D1chotomy 'rhe c.;.terzon d1str1but10n was d1chotomzed by the analyst'

1nto h:Lgh and low groups by olacmg 35% of the sample in
~ the low cr1ter10n group to correspond wzth the percentage

of workers considered unsatisfactory or marginal, Workers

in the high criterion -group were designated as "good

workers" and those in the low group as "poor workers."

The criterion critical score is 58,

APTITUDES CONSIDERED FOR INCLUSION IN THE NORMS

Aptitudes were selected for tryout in the norms on the basis of a qualitative
analysis of job duties involved and a statistical amalysis of test and criterion
data. Aptitudes V, Q, and K which do not have a high correlation with the
criterion were considered for inclnsion in the norms. ~Apt:’ttude V was considered
for inclusion in the norms because the qualitative analysis indicated that this

aptitude was important for the job duties and the sample had a relatively

6
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' low standard deviation for the aptitude, Tables 3, 4, and S shox the results

low standard deviation for this aptitude. Aptitude Q was considered because the

qual:.ta.t:.ve analysis indicated it was important for the job dut:.es and the sample

had a relatively high mean score. Aptitude K was considered for inclusion in the

norms because the sample had a relatively high mean score and a significantly

of the qualitative and statistical analyses.

TABLE 3

Qual:.ta.t:.ve Analysis
(Based on the job analysis, the aptitudes indicated appear

to be important to the work performed) 3
Aptitude o . Rationale ﬂ
V - Verbal Aptitude | Necessary in training and supervising
. ~ L employees and following verbal and written
:.nstruct:.ons.

'~ @ - Clerical Perception Necessa.ry in keep:.ng accurate records and
- T : checking :.nvo:.ces.

K - Motor Coordination Necessary in training employees in proper
' v techniques of cooking, filling orders,
operating cash register and food service-
equipment , and cleaning equipment. .

TABLE 4

Means, Standard Deviation (SD), Ranges, and Pearson Product-Moment
Correlations with the Criterion (r) for tfle Aptitudes of the GATB

Aptitudes - Mean SD Range r
G - ‘General Learning Ability 100.2 17.0 66-161 «107
V ~ Verbal Aptitude ok.3 1k.2 65-139 156
N = Numerical Aptitude 103.2 17.6 61-158 189
S - Spatial Aptitude 99.3 17.3 65-143 076
P - Form Perception 101.1 19.4 58-158 .019
Q ~ Clerical Perception 106.7 15.5 77-166 <146
K - Motor Coordination 105.8 14.5 66-136 <140
F - Finger Dexterity 90.6 19.8 L4g-139 132

M - Manual Dexterity - 105.4 21l.3 62-158 - .137
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TABIE 5
Summary of Qualitat‘ive and Quentitative Data
. v . Aptitudes
Type of Evidence Gl V S PTQIKJFIHN
Job Analysis Data: | _ |
‘ Important Xt X1 X X] X
Irrelevant
Relatively High Mean : X1X X
Relatively Low Standard Dev, X - X
Significant Correlation
__with Criterion
-Aptitudes to be Considered .
for Trial Norms \'s Q[ K

DERIVATION AND VA’BIDITY OF NORMS |

Final norms were der:wed on the basis of a compar:.son of the degree to which trial
norms cons:.stmg of various combinat:.ons of Apt:.tudes V, Q, and K, at tr:.al cutt:mg
scores were able to d:.fferentiate between the 64% of the sample cons:.dered good
workers and 36% of the sample cons:.dered poor workers. Trial cutt:n.ng scores at
f:.ve point :mtervals a.pprox:.mately one standard dev:.a.t:.on below the mean are tr:.ed
because this w:.ll elmmate about one-th:.rd of the sample with three-aptitude
norms. For two-aptitude trial norms, minimum cutting scores of slightly more than
one standard deviation below the mean will eliminate about one-third of the sampley
for four aptitude trial norms, cutting scores of slightly lower than than one
standard deviation below the mean will eliminate about one~third of the sample.
The Phi Coefficient was used as a basis for comparing trial norms. The optimum
differentiation for the occupation of Manager, Rastaurant or Coffee Shop (hotel

6 rest.) 187,168-126 was provided by the norms of V-85, Q-95, and K-90., The

validity of these norms is shown in Table 6 and is indicated by a Phi Coefficient

of .25 (statistically significant at the .025 level).
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The data for this study did not meet the requirements for incorporating the occu-

pation studied into any of the 36 OAP's included in Section II of the Manual for

-6 -

TABLE 6
Concurrent Validity of Test Norms V-85, Q-95, and K-90

" Nonqualifying Qualifying Total

Test Scores Test Scores
Good Workers »15‘ S 34 Lo
Poor Workers © 16 : 11 : 27
Total 3 b5 76
Phi Coefficient (#) = .25. ©  Chi Square (xay)= 4,8

Significance Level = P/2< .025

DETERMINATION OF OCCUPATIONAL APTITUDE NORMS

the General Aptitude Test Battery. The data for this sample will be considered .

for future groupings of 6ccupations in the development of new ocdup_ational aptitude

patterns.
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SP-21 ,
Rev, 2/61
A-P~P-E-N-D-I-X

DESCRIPTIVE RATING SCALE
(For Aptitude Test Development Studies)

Score

RATING SCALE F(R

D, 0, T, Title and Code

Directions: Please read Form SP-20, "Suggestions to Raters" , and then £i11 in
the items listed below, In meking your ratings, only ope box
- should be checked for each question,

Neme of Worker (print) ‘
_ _ (Last) . o (First)5

Sex: Male_____ Female_

Company Job Title:

How often do you see this worker .in a work si_tuation? |
E:l See him at work all the time.

D See him at work several times a day.

D See him at work several times a week,

D Seldom see him in work situation,

How long have you worked with him?
1 under one month,

D One to two months,

|::] Three to five months,

D Six months or more,
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How much work can he get done? (Worker's ability to meke efficient use of

his time
] 1.
] =
] .

] .
3 s.

How good

and to work at high speed.)

Capable of very‘ low work output., Can perform only at an unsatis-
faeJ:.ory pace. ‘

Capable of low work output, Can perform at a slow pace,

Capable of fair work output.

Can perform at an acceptable but not
a fast pace, ’

Capable of high work output. Can perform at a fast pace.

Capable of very high work output, Can perform at an unusually fast

pace.
is the quality of his work? (Worker's ability to do high-grade work

vhich meets quality standards.)

1.

] 2.
D' 3.

—

1 s.

Performance is inferior and almost never meets minimum quality

: standards.

The grade of his work cou.:.d stand improvement.
acceptable but somewhat inferior in quality.

Performa.nce is acceptable but usually not superior in quality.
Performance is usuelly superior in quality.
Performance is almost always of tne highest quality.

How accurate is he in his work? (Werker's ability to avoid making mistekes,)

] 1.
] -
] s.
] s
1 s.

Makes very many mistakes, Work needs constant checking,

Makes frequent mistakes., Work nseds more checking than is desirable,
Makes mistakes occasionally. Work needs only normal checking,
Mekes few mistekes, Work seldom needs checking,

Rarely makes a mistake, Work almost never needs checking.

11

Performa.nce is usually
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work, )

1.

3 a.
] s.
] s
] s.

How much does he know atout his job? (Worker's understandin
equipment, materials and methods that have to

Has very limited knowledge. Does not know enough to do his job .
adequately,

Has 1little knowledge. Knows enough to %get by,"

Has moderate amount of knowledge. Knows enough to do fair work,
Has broad knowledge. Knows enough to do good werk,

Has complete knowledge. Knows his job thoroughly,

How much aptitude or facility does he have for this kind of work? (Worker's
adeptness or knack for performing his job easily and well,)

] 1.
] =

Has great difficulty doing his job. Not at all suited to this kind
of work.

Usually has some difficulty doing his job, Not too well suited to
this kind of work,

Does his job without too much difficulty. Fairly well suited to this
kind of work.

Usually does his job without difficulty. Well suited to this kind
of work,

Does his job with great ease. Exceptionally well suited for this
kind of work.

How large a variety of job duties can he perform efficiently? (Worker's
abllity to handle several different operations in his work.g

1.
2,
3.
4o
5.

goooo

Cannot perform different operations a.dequateiy.
Can perform a limited mumber of different operations efficiently,
Can perform several different operations with reasonable efficiency.

Can perform many different operations efficiently.

Can perform an unusually large variety of different operations
efficiently.

g of the principles,
do directly or indirectly with his
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How resourceful is he when something different comes up or something out of
the ordinary occurs? (Worker's ability to apply what he already knows to a

new situation.)

1.
3 -
3 s
(] 4.
3 s.

Almost never is able to figure out what to do, Nseds help on even
minor problems,

Often has difficulty handling new situations, Needs help on all but
simple problems,

Sometimes knows what to do, sometimes doesn't. Can deal with problems
that are not too complex.

Usually able to handle new situations, Needs help on only complex
problens,

Practically always figures out what to do himself, Rarely needs
help, even on complex problems,

How many practical suggestions does he make for doing things in better ways?
(Worker's ability to improve work methods,)

1,

2.

3.

4e

Ininimig

56

Considering all the factors already rated, and gnly these factors, how acceptable

Sticks strictly with the routine, Contributes nothing in the way of
practical suggestions,

Slow to see new ways to improve methods., Contributes few practical
suggestions,

Neither quick nor slow to see new ways to improve methods. Contri-
butes some practical suggestions,

Quick to see new ways to improve methods. Contributes more than his
share of practical suggestions.

Extremely alert to see new ways to improve methods, Contributes an
unusually large number of practical suggestj.ons.

is his work? (Worker's "all-around" ability to do his job.)

1.
2,
3.
be
56

qooot

Would be better off without him, Performance usually not acceptable,
Of limited value to the organization. Performance somewhat inferior,
A fairly proficient worker. Performance generally acceptable.

A valuable worker. Performance usually superior.

An umusually competent worker, Performance almost always top notch,
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FACT SHEET

Job Title: Manager, Restaurant or Coffee Shop (hotel & rest.) 187.168.126

Job Summary: Supervises workers snd coordinates activities of a quick service
drive-in restaurant with a standard menu. Keeps records, requisitions
supplies and maintains grounds, buildings and equipment.

Work Performed:

Selects and hires employees to work in restaurant. Trains employees to operate
cash register, fill orders, prepare food and maintain equipment, building and
grounds.

Schedules staff to meet hourly and daily trends of business. Coordinates
activities of employees to maximize efficiency and minimize waste.

Establishes minimum stock levels based upon past and anticipated needs. In-
ventories and orders required level of food, paper and office supplies to
maintain adequate stocks. Checks incoming shipments against invoices to deteét
shortages and damage.

Keeps time and production records to conform to statutory and company regulations.,
Inspects grounds, building and equipment for cleanliness and conformity to
sanitary and operating regulations.

Supervises maintenanc;e or requests repair services to keep restaurant attractive
¢ and operational.

Effectiveness of Norms :

£ Only 64% of the nontest-selected workers used for this study were good workers;
if the workers had been test-selected with the S-425 norms, 76% would have been
good workers., Thirty-six percent of the nontest-sslected workers used for this
study were poor workers; if the workers had been test-selected with the S-425

Q norms only 24% would have been good workers,
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Applicability of S-425 Norms:
The aptitude test battery is applicable to jobs which include a majority

of the duties described above.

GPO 8835-889

TR,

juy
G




T

i
5o
W
Vi
a’
&,

e

U.S. DEPARTMENT OF LABOR

BUREAU OF EMPLOYMENT SECURITY
WASHINGTON, D.C. 20210

OFFICIAL BUSINESS

TR BT

POSTAGE AND FEES FAID

U. S. DEPARTMENT OF LABOR

THIRD CLASS MAiLj

el S U i L G ey S g5 o/ &




